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Abstract 
In school organizations, where there is conflict situations may develop specific behaviors, depending on the nature of conflict 
and mobility in play. One cannot speak of the existence of a culture or experiences relating to conflict resolution at the level of 
school managers in Romania. For managers it is important to know the possibilities to treat and to master the organizational 
conflicts. 
Knowledge of the causes and characteristics of the conflicts they can steer the school managers in the conduct of conflicts 
within controllable. Proper strategy depends on the type of conflict, of his intensity, importance of his resolution to carry out the 
purpose and length of time to be resolved. For school manager, to diagnose a conflict involves determining perceptual 
dimensions. 
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Theoretical justification 
The scope of conflict has swung between being either too narrow or too broad, the mere listing of definitions of 
conflict, suggesting an advanced complexity and a significant diversity of approaches, some located on the contrary 
positions. 
The definitions in the literature indicates that, in essence, the conflict can be reduced to fighting, opposition, 
incompatibilities, competition, remaining in a plan of generality, without the details of the context in which they 
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appear, the conflicts and their consequences. 
For our study shows a great interest in psychosocial and psychological individual meaning of the conflict. Stoica-
Constantin A. (2004) refers to two authors whom he considers representative in an attempt to define the conflict as 
psycho-social phenomenon: Evert Van de Viert (1997) and Bernard Mayer (2000). 
"Individuals are at odds when they are stymied or angered by another individual or group and reacts to it's 
inevitable in a way beneficial or costly", by this definition, E. Van de Viert highlights the character of the conflict 
and character sometimes unilaterally, when only some dissatisfaction, but lives to avoid dialogue on the subject in 
question. 
The same author considers that any conflict starts from an issue that generates conflict behaviors of the 
participants ("contentious behavior conglomerate"), usually oriented toward a result. 
"Conflict is a psycho-social phenomenon, involving a three-dimensional component cognitive (thinking, 
perception of conflict situation), an affective component (emotions and feelings) and a behavioral component 
(action, including communication)" (Mayer, 2000). 
Unlike E. Van de Viert, who believes the problem and behavior are two independent components of a conflict, R. 
Mayer believes that the three components of the conflict are clarified each other and have joint contribution in 
identifying and understanding the conflict: the first component, the perception of the conflict lies in the way in 
which we understand and evaluate it, the second component, affectivity in conflict can have one of the following 
roles: cause of conflict, energy resource for conflict resolution, conflict-fighting mechanism, symptom or indicator 
of the conflict and the third component, the action, the behavior can have two roles: the conflict, expressing 
emotions and needs involved. 
 Stoica-Constantin A. (2004) considers that the three components of the conflict identified by R. Mayer (2000) do 
not correlate, which means reducing or increasing the intensity of one does not give us any information about other 
developments, making it sometimes difficult to understand and predict the behavior of the person with whom we are 
in conflict. 
Gary Johns (1998) show that in the classical form, the conflict is there anywhere appear, values, ideas, styles, 
given the standards of divergence, is hard to imagine a person or organization who has never been involved in a 
conflict. 
D. Stacey, P. Stacey (1997) summarizes the following definition of conflict in the organization: 
x L. Stern -"conflict is a form of opposition that is centered on the opponent and based on the incompatibility 
of goals, intentions or values of opposing parties, personal and direct the opponent controls the desired aim 
or intention on both sides"; 
x R.M. Steers -"conflict is a process in which individuals or groups believe that other individuals or groups 
have stumbled or prevents (with primacy) plans, goals or their activities"; 
x M. Burke -"conflicts occur in systematic quasi-legal measure between an individual's or business objectives 
that are hitting another will stand out as being against the interests of their own". 
Conflict exists everywhere not only in the field of organizational life, Thomas Crum (1987) demonstrated that we 
find in our lives everyday, at home, at work, men and women, being an issue of great importance to our times. 
There is no question if there are conflicts in our lives, it matters what we do to resolve them. 
We use the word conflict, often without realizing how wide is his meaning or how fluid and ambiguous can be. 
The conflict must be interpreted as a multidimensional social phenomenon, a factor of transformation and change, a 
key feature of human existence throughout history. Viewed thus, the conflict becomes something common, a 
constant presence, naturally, a social fact with direct effects on our experience of everyday.   
Synthesizing the definitions presented we may assert that all conflicts occur when the parties involved have 
incompatible interests and act in terms of these incompatibilities. 
The above statements shall require the following explanations: 
1.  Put those two aspects of the conflict: the perceptual and behavioral side. 
2. If we admit that the incompatibilities are biased, then the wording above identifies a key 
mechanism for conflict resolution, transforming the sense in which people think and act. 
3. It makes us perceive the conflict as a generic phenomenon, which does not distinguish the social 
level at which it occurs, that means that both the structure and the dynamics of conflict are the 
same, whatever the nature of the conflict. 
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4. The conflict is presented to us more than a condition or an event, it is an interactive and dynamic 
process. This is an important aspect, because it leads us to the notion that a conflict will have 
several stages of evolution of which depends the very conflict resolution as a whole. 
 Analysis of the various definitions and data interpretations conflict highlight the fact that this is not a static 
concept, but one which has experienced successive interpretations and enrichment. 
Accepted or denied, encouraged or blamed, conflict situations are ubiquitous elements in our lives, generating 
negative situations, but also progress. The traditional approach (integrative unit) conflict, invalidated by modern 
studies, can be found today in organizational practice, yet many people who deal with conflict by this simplistic 
view, which takes into account the conflict itself and not its management arrangements. Human relations approach 
in the conflict, this simplistic view is exceeded, for the purposes of recognition of omni presence of conflict in 
organizations and social groups, being accepted and perceived as a positive and negative at the same time. 
This approach takes into account the conflict management strategies that focus on recognizing conflicts and 
resolving them.  Interactionist approach not only perceive conflict as inevitable, even necessary, even her 
stimulating force for innovation and change. Gary Johns (1998) considers that such an approach encourages leaders 
to cause organisational changes through a strategy of conflict. 
Psycho-sociologists classify theories of conflict into three major types of approaches (apud. Boboc, 2002): 
o Integrativist, (the integrationist) analyzes the organizations centering on their understanding or 
agreement between the parties, avoiding as much as possible conflicts, which it considers destructive. 
Integrationists have the conviction that the blur of interlocutors messages is essential to the 
development of the cause and maintenance of a conflict.  
o Pluralists considered as inherent conflicts of organizations, even constructive, sometimes necessary, 
for operation in a conflict environment through nature. As the name, the causes of conflict are 
multiple. The basic premise is that the limited nature of resources, plus: divergence of interests, the 
multitude and variety of goals objectives.   
o Radicalists considers both manifest conflicts, latent and are determined by the asymmetrical 
distribution of power, coupled with reports of domination and exploitation. Within any organization, 
conflicts cannot be solved only by open confrontation, reaching even to violent manifestations. 
The conflict is a complex, multidimensional concept involving variables covering all aspects of human behavior, 
values, attitudes, beliefs, cognitive and social skills. 
Literature attaches great importance of communication in conflict management. The conflict in any organization is 
inextricably linked to (inter) communication, it appears under the (inter) communication and resolve everything 
within a process of (inter) communication. Communication is considered to be one of the resources needed to 
resolve conflicts, which omitted the fact that crosstalk is an essential element of both the occurrence and conflict 
resolution (Tidwell, 1998). 
Weinberg and the team of collaborators have found that 22% of interaction problems are due to inadequate 
communication, communication deficiencies unclear or lack of attention from listeners. 
The views refering to the mechanistic relationship communication-conflict highlight: 
o the effects of various communication networks, conflict in this regard, McGrath suggests that centralized 
networks of communication, though are more efficient than circular, generates disproportion in terms of 
communication, satisfaction and thereby stimulates the emergence of tensions and conflict between 
network members; 
o the size of the channel through which the communication for this purpose there are authors that have shown 
that a higher bandwidth of communication is likely to produce conflict because this tape would be many 
situations for perceiving the conflict of values and emotional; 
o the amount of information in this sense K. Thomas (1976) show that if in interaction of two parts, one part 
uses the communication in order to manipulate or control the other side effect will be that of the decline in 
confidence in the handling and the manipulated will reduce communication, keeping thus perpetuating 
existing stereotips. 
The conflict is born and takes place within the communication between the parties involved, since the appearance 
of a conflict presupposes the existence of an interaction between parties, between groups, and communication means 
interaction. Over time, he circulated an "axiom" "with as little communication, so there are fewer chances for 
conflict" demolished empirical research results have shown that the Elimination of communication leads to an 
intensification of the conflict. "Non-communication" is not possible because all the communication behavior. " 
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Conflicts based on misunderstanding or lack of information tend to be factual in school organization in the context 
of the permanentisation reforms. This means that, hypothetically, clarifying messages could lead to disputes and 
conflicts in question. In fact, the literature suggests that this kind of conflicts are easier to solve because it does not 
involve the system of values and interests of its members, therefore, are less emotional. It is considered that the 
removal of the information deficiency, the participants in the conflict may go with fewer hard feelings over 
disagreements that have caused the dispute or conflict. 
Gary Johns (1998) describes a model of procedural conflicts between groups in the Organization, with largely 
irrelevant, and for individuals. The onset of such a conflict leading to the operation of the following events: 
x "Victoria" in the dispute becomes more important than good existing problem solving; 
x The parties are beginning to hide  information or distorted information in circulation; 
x Each group becomes better unit. Deviants who talk about reconciliation are punished and strict compliance 
is required; 
x The contact is discouraged with the other party, except the restrictive conditions and requirements; 
x While opponents are reduced to negative stereotypes, is promoted their own image; 
x Each time, the most aggressive, who are more skilled in conflict, the natural  way  as  leaders. 
What starts out as a problem of interdependence, ambiguity or impaired, escalates to the point where the 
contentious process itself becomes a problem in addition. The process then works against reaching a peaceful 
solution, thus considers, G. Johns, the cycle of conflict itself maintains. 
Interactionist perspective does not approve that all conflicts are good. Some conflicts, however, argue the targets 
and improve the Organization's performance objectives, functional benefits, others block the activities of the 
Organization, dysfunctional, destructive conflicts. In an efficient organization, a certain degree of conflict is 
required, the Manager alleging responsibility of contending, to settle so that it contributes to increasing 
organizational performance. 
Sam Deep and Lyle Sussman suggests some ways in which managers can create constructive conflict, and ways 
you can avoid destructive conflict:  
a)  the ways in which managers can create constructive conflict:  
• Encourage employees to have different opinions and to ask questions relating to the situation in fact rewarded him 
when doing so; 
• When you suspect that your subordinates are afraid to admit that they have a different opinion, tell them that you 
want to listen to that opinion; 
• Do not react negatively to bad news; on the contrary, praise the employees who keep you up to date; 
• Help your team to see the dangers that come from outside in order to enhance cohesion among its members; 
• Raise your expectations and objectives to employees; 
• Put the subordinates in the position of competing for one over the other, but do not allow to sabotage each other;  
b) ways in which managers can avoid destructive conflicts:  
• Acknowledge that only rarely someone "absolutely right," soon, people perceive situations through their point of 
view; 
• Do not judge, do you claim, not threatened and demoralized so not; 
• Reject the idea that the sanction is a good strategy for modifying behaviour; 
• Provide them with a clear sheet of subordinates job with explicit goals and strategies; 
• Searching for solutions, rather than a scapegoat; 
• Concern about you to improve your ability to listen and to express yourself so misunderstandings are reduced to a 
minimum. 
Metodology 
 The current study hypothesis assumes that there is a relationship of association between attitudes towards teaching 
and change strategy addressing it to solve the conflict. I started from the premise that a person who has a certain 
attitude towards the change will tend to approach the conflict through a specific strategy that will retrieve all 
teachers who are part of the same pattern, showing the same attitude towards the change. 
We assumed that there is a relationship of association between the personalist attitude toward change and conflict 
resolution strategy through collaboration, that there is a relationship of association between the rationalist and the 
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attitudes manifested through competition and adaptation strategies and those who manifest conservatoriste attitudes 
tend to resolve their conflicts through compromise and avoidance. 
Testing this hypothesis has been made through Chi-square test of Association, as it is a nonparametric test for 
testing the variables are nominal type, in this case both are measured on a nominal scale, both attitudes towards 
change (personalist, rationalistic, conservative), as well as conflict resolution strategy (through competition, 
cooperation, compromise, avoidance, accommodation). 
Results 
This hypothesis is not confirmed. The x 2 test for associating variables indicates that there is significant 
association relationship depending on the attitude towards the change, x 2 (critical) is 9, 49 at p ≥ 0.05. Since x 2 
value calculated higher than critical of the null hypothesis is rejected. Therefore, we cannot say that a particular 
attitudes toward change corresponds to a specific conflict resolution strategy. Which means that there are still a 
number of factors that may influence the strategies of conflict resolution that you implement teachers. 
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Figure 1: Distribution of correlation Chart attitude towards change, with strategies to solve the conflicting States. 
The strategies of solving the conflicting States implemented by teachers are dependent on cognitive processes and 
non-cognitive aspects of the personality of those involved, as well as the context in which they appear and manifest 
conflict States. 
Communication strategies for conflict management used by school managers may be divided into several 
categories. In the process of conflict management school managers may tilt the balance behaviour and attitude to the 
nurturing and development of interpersonal relations and/or on the importance of and the need to carry out the tasks. 
Depending on the situation the academic Manager will adopt appropriate communication strategy leading to the 
efficient management of conflicting evidence. 
Interpretation of data: analysis of teachers ' responses also highlighted the strategies used by managers and 
middlemen school Manager (in charge of departments):  
The strategy of avoidance is most commonly used by school manager, considering the conflict as an experience, 
thus avoiding unnecessary disagreements and tensions. Most often the school standing on the position of neutrality. 
Observations made during the sessions also highlighted ways in which is achieved by: 
 • ignoring a comment or by changing the subject when the discussion gets threatening especially to the 
Manager or his work; 
• placement of responsibility or issue of a person's delegation that the Director considers appropriate for the 
solution of the problem; 
• the postponement in order documentation and especially with the hope that the person who raised the 
issue with time it will look; 
• System Manager reproaching simply blames education system. 
Adaptation strategy is used by school manager who tries to solve conflicts so as to make everybody happy. 
Considering the destructive confrontation managers try "smoothing" disagreements and finally the construction of a 
peaceful co-existence. Between the manner in which we have identified adaptation is carried out:-breaking the 
tension with humor; change the subject; a coffee break; an important telephone call; celebrating an event considered 
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most important for the team. 
These tricks reduce conflict felt within a short period of time, but that does not mean that the real cause of the 
conflict has been resolved. 
 Win-win strategy is characteristic for which managers solve a problem presupposes the existence of a solution in 
quality and has the ability to convince the conflicting sides to channel energies toward solving problems. 
Win-win strategy can be implemented successfully in the school organization: cooperation is regarded as better 
than the competition, in which inter-dependency is deemed necessary in order to achieve organizational objectives, 
the parties are trusted, they will not distort the information, will not be afraid of different opinions, ideas. The 
emphasis on teamwork makes cooperation mandatory, but cooperation does not imply at all that differences of 
opinion should be prevented, but they can lead to new insights and creative processes, as long as it does not disrupt 
the processes of the group. 
It is very important for managers to know alternative ways of settling conflicts. D. Sheane (1980) advises 
managers to consider three levels of intervention in resolving a conflict:  strategic level, aimed at choosing the right 
lens; tactical level, which means choosing the right method of settlement; common sense, or not to be confused with 
the strategic and tactical elements. 
Research has highlighted the fact that there are a number of factors alone or in combination form the basis of the 
intervention strategy of the Manager and that may influence the outcome of the intervention (Boncu, 2006). 
x Statistical analyses have shown that managers experience influences their option for third-party autocratic 
behaviour. Experienced managers, regardless of their formal authority, shall refrain from the autocratic 
attitudes. On the contrary the inexperienced (having less than five years in a managerial position) does not 
hesitate to use his authority to settle conflicts between subordinates. Experience can help managers 
understand the benefits of mediation. 
x Elangovan (1995) has developed a "prescriptive model of the choice of intervention strategy" in which he 
tried to capture the personal and situational factors, criteria for success, strategies for action and decision 
rules. 
The intervention of the Manager's strategy is dependent on the importance of the conflict as one perceives him, 
time pressure, of the causes of the conflict (determined by ambiguities, differences of interpretation of differences of 
purposes and values), the specifics of the relationship between those who are in conflict, the frequency of the 
interactions are in conflict, the probability of the commitment of the parties to a solution proposed by the manager 
the orientation of the parties, in a situation where they would surrender control over the settlement of conflicting 
evidence. 
Conclusions 
The intervention of the Manager's strategy is dependent on the importance of the conflict as one perceives him, 
time pressure, of the causes of the conflict (determined by ambiguities, differences of interpretation of differences of 
purposes and values), the specifics of the relationship between those who are in conflict, the frequency of the 
interactions are in conflict, the probability of the commitment of the parties to a solution proposed by the manager 
the orientation of the parties, in a situation where they would surrender control over the settlement of conflicting 
evidence. 
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